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John Wesley Dobbs Elementary School was constructed in 1957 by 
the Fulton County School System and was named at the time Thomasville 
Elementary School. Located just west of Moreland Avenue and east of 
Jonesboro Road, the school lies within the boundaries of Atlanta and in 
1965 was purchased by the Atlanta School System, at which time it 
received its present name. 
The residential community surrounding the school is made up 
mainly of blue collar workers, 70% of which own their own homes and 
30% of which come from the public housing project which is part of the 
community. 
The school serves students in grades kindergarten through 
seventh grade with an enrollment of 410. This figure determines the 
size of the instructional staff which includes fourteen (14) regular 
classroom teachers; four (4) Title I teachers; five (5) educational 
aides; a media specialist; an EMR Resource teacher, and four (4) itinerant 
teachers (choral music, band, string music and speech). 
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Since the opening of John Wesley Dobbs Elementary School in 1957, 
it has been served by six administrators, four of whom served in the 
last three and a half years; two served as acting interim principals. 
Because the last two administrative assignments were viewed as 
interim, acting administrative positions, little was done by the 
administrators in charge to influence the type and quality of education 
youngsters received at Dobbs. Thus, the conception of the elementary 
school administrator's role as a leader of his staff became a myth rather 
than a reality. Few attempts were made to give quality leadership to 
the staff that would have a favorable effect upon the teachers' morale, 
their performance in the classroom, and the learning of their pupils. 
This as reported by staff and community members alike, was the 
beginning of many internal problems at Dobbs which prompted the 
school board to act on placing a permanent administrator at John Wesley 
Dobbs Elementary School during the Fall of 1979. Thus, the writer 
represented the first fully appointed administrator for the school in a 
year and a half. 
As orientation to the school, its setting, the program and staff 
patterns, this writer discovered many aspects that indicated "inhouse" 
problems that warranted consideration from an administrative point of 
view. The records indicated that forty-five per cent of the staff had 
requested transfers for 1979-80 school year and that interpersonal 
relationships among staff members had regressed to an all time low. 
The status of the instructional program was depicted as positive but 
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only adequate. Thus, the job of the new administrator began with a 
demoralized staff. This in itself led the writer and 
faculty to devise a plan centered around workshops designed to improve 
the situation at Dobbs. It also gave the writer an opportunity to do a 
research study to test whether or not the teachers would perceive the 
school situation in a new light following the workshops. 
This writer believes that of all the administrative officials in the 
complex bureaucracy who manage the public school system, few have at 
their command greater potentialities for influencing directly the type 
and quality of education young pupils are to receive than has the 
elementary school administrator. He is the school executive in closest 
contact with central functions of the school--teaching and learning. His 
position of formal leadership provides him with the opportunity to 
motivate his staff and improve its standards and performance in 
teaching. He can offer them valuable advice in their efforts to deal 
with classroom problems. He can make their meetings an important and 
stimulating educational experience. He can maximize the different skills 
of his teachers and help them grow in their competencies. The 
elementary school administrator in short, enjoys substantial 
opportunities to provide a high order of staff leadership and good 
interpersonal staff relations. 
With this belief, and a sincere desire to contribute to the 
professional and personal growth of the instructional staff: thus 
making for a more effective instructional program, he undertook the 
project on improving interpersonal relationships. 
4 
For the express purpose of testing the Null hypothesis in the 
treatment and analysis of data, the East Lake Elementary School was 
randomly selected from schools of comparable size in student population 
as the "control" group. (A description of the school will follow 
subsequently in this chapter. A profile of the school's instructional model 
will be illustrated in the Appendix). 
Ary, Jacobs and Razavieh state  
. . . . we need a control group in order to make a 
comparison, so that the effect of the independent 
variable can be unambiguously assessed. Comparisons 
are essential in all scientific investigations and the 
control group makes the comparison possible. 
Traditionally, the experiemental group receives the 
experimental treatment (the independent variable) which 
withheld from a comparable group (the Control Group). 
Rationale 
The rationale to improve the interpersonal relationships among the 
instructional staff at Dobbs is based on the assumption that self-evaluation 
results serve as function of self-improvement. According to Saylor and 
Alexander, "To evaluate is to determine the value of." The evaluation 
of the level of interpersonal relationships at Dobbs Elementary School 
indicates a need for improvement in this area. Thus, evaluation has 
served as a primary tool to reveal indicated areas for improvement 
needs for the school staff. 
■''Donald Ary, Lucy Cheser Jacobs, Psghor Razavieh Introduction to 
Research In Education. (New York: Holt, Rinehart and Winston, 
Inc., 1972) pp. 228^230 
2 
Eugene Bradford, A. F. Doremus and C. R. Kriesmer, Elementary 
School Evaluation: Administrator's Guide to Accountability. 
(New York: Parker Publishing Company, Inc., 1972) p.41 
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Bradford, Doremus and Kreismer point out the fact that most 
authorities today are agreed that evaluation is necessary for growth and 
progress; yet, in many schools, evaluation is the weakest link in the 
entire program of educational planning.1 
The writer believes that the extent to which evaluation actually 
results in improvement depends upon the extent to which the staff 
participates in the actual evaluation process. In keeping with this 
philosophy, each staff member was asked to respond to a questionnaire 
to determine those areas of importance and concern. These responses 
were used to plan and structure the improvement activity for the staff. 
It is widely held that human relations is a problem, that aside from 
war (also human relations) there is no greater problem facing the 
nation. In so far as educators feel this truth, they are confronted with 
a number of "what" and "why" and "how" questions. They are one 
group among many, each seeking to understand human nature, to better 
human living. Their first task is to define the shape of their concern, 
2 
to indicate where schools fit into the picture. 
An analysis of the rationale used by Lloyd and Elaine Cook in 
School Problems In Human Relations, listed the following basic roles of 
schools: 
^Ibid., p. 41 
2 
Lloyd Cook and Elaine Cook, School Problems In Human Relations. 
(New York: McGraw-Hill Publishing Company, 1957) p. 15 
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1. Preventive Education 
2. Corrective Education 
3. To aid area homes and agencies in their child rearing and 
educational functions. 
4. To improve its internal human relations. 
5. To help restore the group planning function and to take 
an active part in area policy making. 
The writer believes that the degree to which we begin to implement 
these five basic goals will accelerate greatly as we begin to permeate 
and foster good will through good sound interpersonal relationships. It 
is with these basic concepts in mind, that this research project was 
approached. 
The intent of this study was to determine if the degree of the 
interaction of the Dobbs Staff or their attitudes toward their roles and 
responsibilities would change as a result of a series of selected 
improvement activities. 
Statement of the Problem 
The problem involved in this study was to make an assessment of 
the interpersonal relationships among staff members at John Wesley 
Dobbs Elementary School 1979-80, with a view toward identifying 
aspects for change and improvements. 
Purpose of the Study 
The purpose of this study was to report on the project designed 
to improve the level and quality of staff Interpersonal Relationships at 
John Wesley Dobbs Elementary School during 1979-80. 
More specifically, the purposes were: 
(1) To review the total perspective of the staffs' attitude toward 
human relationships 
(2) To determine how the staff felt about different aspects of human 
relationships 
"4bid., pp. 20-21 
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(3) To identify through a needs assessment, areas for improvement 
(4) To determine significance of improvement activity as compared to 
a school of similar characteristics. 
Hypotheses 
The experimental group will not show a significant difference 
between pre-test and post-test on any of the fifty-five (55) Likert 
administrative, organizational and job criteria. 
The control group will not show a significant difference between 
pre-test and post-test on any of the fifty-five (55) Likert 
administrative, organizational, and job criteria. 
The experimental and control group will not show a significant 
difference on the pre-test on any of the fifty-five (55) Likert 
administrative, organizational criteria. 
The experimental and control group will not show a significant 
difference on the post-test of any of the fifty-five (55) Likert, 
administrative, organizational and job criteria. 
Locus and Subjects of the Study 
The subjects of Dobbs Elementary used in this study are divided 
into two groups, (i.e., professional, certified teachers; and classified, 
educational aides.) The formal training of the teachers range from a 
four year professional status to master's degree status with a limited 
number of persons holding sixth year certification and post master's 
training. The educational level of the educational aides extends from 
the minimum high school education two to three years of undergraduate 
study (See Instructional Model in Appendix). 
East Lake Elementary is located in the northeast section of Atlanta, 
having a similiar enrollment of approximately 415 students. The 
educational program of study is consistent with the system-wide goals 
as it relates to instruction. The school staff consists of a principal, 
secretary, fifteen (15) regular classroom teachers, two (2) Title I 
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teachers, five (5) educational aides, a media specialists, an LD teacher 
and itinerant teachers of music (choral and band), speech and special 
education (See Instructional Model in Appendix). 
These subjects were administered the instrument on a pre and post 
basis. Instruments were administered to the Dobbs staff and to a 
control group at the nearby East Lake Elementary School. 
Scope and Limitations 
This study was confined to two schools, John Wesley Dobbs 
Elementary School and East Lake Elementary School. Accordingly, East 
Lake was selected to represent the control group, as the result of the 
study will be applied directly to the staff of John Wesley Dobbs School. 
Persons involved in this study are active members of the two school 
staffs. Members of the experimental group (Dobbs) have expressed a 
desire to improve the interpersonal relationships among the staff. 
However, the results might have educational implications for future 
developments. 
Procedure 
Before a process on improved interpersonal relationships could 
begin, the difficulties confronting the staff had to be translated into 
actual problem awareness, into both a desire to improve interpersonal 
relationships and a desire to seek help from outside the system, i.e., 
from a change agent. 
It is significant at this point to show that this study contains an 
improvement project which included a needs assessment to establish the 
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content for a series of staff development experiences designed to 
improve the level and quality of interpersonal relationships among 
members of the staff. 
The research activity included in this study considered the four 
hypotheses that will be used to analyze the data gathered by Likerts 
"Profile of a School" (Profile of Organizational Characteristics).1 An 
analysis of these data will be presented and displayed by use of 
appropriate tables in Chapter III. 
The following steps were included in this research study: 
1. Needs assessment, questionnaires and checklists were 
administered; 
2. Pre and Post Assessments made; 
3. Data collected from the questionnaire were assembled, 
analyzed and interpreted; 
4. Findings, implications and recommendations are presented 
in Chapter IV. 
Period of Study 
This study was begun in October. The actual pre and post-tests 
and the intervening workshop did not take place until the following 
Spring. 
Method of Research 
The Descriptive Survey Method of research, with questionnaires, 
was employed for securing data in this study. 
The instrument used to measure the level of interpersonal 
relationships among members of the experimental and control group was 
produced by Dr. Renis Likert and Jane Gibson Likert. It was adapted 
^Rensis Likert, The Human Organization: Its Management and Value. 
(New York: McGraw-Hill Book Company, 1976) pp. 197-211 
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from the instrument published in The Human Organization: It's 
Management and Value. The instrument "Profile of a School", 
illustrated appropriately in the Appendix, contains fifty-five (55) items. 
The response scale on the instrument ranges from 0 to 20. It is 
divided into four systems of leadership style or management style: 
1. System I 0-5, Exploitative/Authoritative 
2. System II 6 - 10, Benevolent/Authoritative 
3. System III 11 - 15, Consultative 
4. System IV 16 - 20, Participative 
The instrument was administered to the experimental group and the 
control group on a pre-test/post-test basis. 
The experimental group took part in a staff development activity 
designed to improve their interpersonal relationships. This activity 
consisted of a series of three workshops. The workshops were held on 
three successive Tuesdays in May (6th, 13th and 20th) from 12:00 Noon 
to 5:00 p.m. The control group at East Lake did not receive any 
training. 
CHAPTER II 
SURVEY OF RELATED LITERATURE 
Throughout the evolving concepts of educational administration, 
one finds a continuous thread-interpersonal relationships - in the job, 
the man, and the social setting. The administrator finds it necessary 
to show respect for human personality, to have know-how in dealing 
with people and to show his appreciation of the human factor in the 
whole process of educational planning and improvement. 
It is basically accepted through a general search of the literature 
that the humanistic approach to educational supervision is a matter of 
record. The writer feels that many opportunities by administrators and 
staff alike to practice the humanistic approach to behavior are 
overlooked. 
The concern for improved interpersonal and/or human relations in 
general has occupied numerous educators and researchers in an attempt 
to synthesize and focus upon the problems and the issue in such a way 
that a theory will someday be constructed. 
Gazda's research reveals that, it is now generally 
accepted that the vast majority of human behaviors 
are learned; i.e. , they develop as a consequence of 
persons interacting with their environment. By and 
large, we learn to be the kind of human beings we 
are. This learning comes about mainly through inter¬ 
acting with fellow human beings who themselves con¬ 
stitute a principal source of motivation punishment and 
-11- 
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rewards. The quantity and quality of these inter¬ 
personal relationships greatly influence each person's 
unique personality development. 
One assumption necessary for understanding interpersonal behavior 
2 
as reported by Moment and Zaleznik is that here and now situations 
consists of a field of forces that end to activate behavior. They 
believe that the force field exists within the confines of the actual and 
temporal boundaries of the experienced situation. The situation is 
primarily social or interpersonal. In more practical terms, the 
classroom, the training groups, the committee or the task group meeting 
provide the field of activity. People may contemplate, reflect, analyze 
and plan in solitude, but behavior changes and interpersonal learning 
takes place in specific encounters with other sessions. 
3 
Kindred believes the improvement of staff relations, thus 
interpersonal relationships start with the board of education. This can 
be illustrated in several ways: 
1. Conducting meetings 
2. Showing an intelligent concern for instructional 
problems 
3. Maintaining a strict division of labor between policy 
decision and policy execution 
lGeorge M. Gazda, Human Relations Development - A Manual for 
Educators, (Boston: Allyn and Bacon, Inc., 1973), p.l 
2David Moment and Abraham Zaleznik, Role Development andlnterpersonal 
Compentence (Boston: Harvard University-Division of Research 
Graduate School of Business Administration, 1963) p. 5 
3 
Leslie W. Kindred, School Public Relations (Englewood Cliffs, N. J., 
Prentice Hall, Inc. 1957) p. 102 
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It is through the practice of these actions that the board of 
education inspires confidence and builds a feeling of security that 
permeates the entire system. 
Good administration does not overlook the importance of giving 
teachers the right to teach within the limits of defined policies. 
Teachers are sensitive to this right and resent petty interruptions and 
attempts to force the adoption of narrow ideas by those in authority. 
When teachers are told what or what not to teach they develop feelings 
of insecurity and become cynical toward the school system and their 
role in the education of children and youth for life in a democracy. 
This hampers learning and good interpersonal relationships. 
The reasons for poor interpersonal relations among teachers can be 
traced to a variety of courses. Kindred argues well on the point that 
the most typical of reasons are lack of administrative direction, 
instructional practices, and unethical conduct. After identifying what 
he calls the most typical causes of poor interpersonal relationships 
among staff members, Kindred makes the following observations on 
each. 
Administrative Leadership 
Unity comes with strong administrative leadership, without this 
leadership, it's difficult to produce. Lack of leadership directs 
attention from problems of teaching and learning and brings into 
prominence petty differences and personal irritation common to any 
group of people. Their continuance and spread leads to rivalry, clique 
formation, destructive criticism, disagreement and verbal quarrelling. 
■^Leslie W. Kindred, School Public Relations (Englewood Cliffs, N. J., 
Prentice Hall, Inc. 1957) p. 102 
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These human weaknesses are less significant and destructive in 
school situations where the administrative leader brings teachers 
together to share ideas, identifying instructional problems, pool 
resources, define acceptable goals and coordinate their services. 
Instructional Practices 
Differences in instructional practices are a serious cause of poor 
relations among teachers. There should be a definite agreement of 
philosopy, objectives and instructional practices to guide all good 
schools. 
Unethical Conduct 
Unethical conduct creates friction among teachers. Examples of 
unethical conduct are numerous. A teacher may attribute the weakness 
of a class in mathematics to poor instruction by the previous teacher 
and make this opinion known to pupils and parents. Sometimes parents 
are told their children don't read well because of the methods used by 
some teachers or that their children will pay an educational penalty 
later on because certain members of the staff are not upholding 
desirable achievement standards. Teachers who show initiative and 
imagination, who experiment with newer methods and who try different 
curricular arrangements are often ridiculed by colleagues for their 
efforts. Any teacher who is the target of unfair criticism and abuse by 
colleagues is bound to feel resentful. 
Malicious gossip and rumors are another form of unethical conduct 
which induces strained relationships among staff members. Illustrations 
according to Kindred'*’ are legions of teachers circulating stories and 
raising clever questions which throw doubt on the moral character of a 
1Ibid, p. 97 
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fellow worker, thus injuring his or her status in the school and the 
community. They can disrupt harmony among staff members in short 
order and cause much unnecessary suffering. 
Teachers cannot work together efficiently and present a solid front 
to the public when they are beset by malicious gossip and rumor. 
It seems clear that there are underlying reasons - motivating 
forces - for everything we do and say or fail to do and say. 
Research done under the auspices of 
the American Association of School 
Administrators have found these reasons 
to govern the spirit and outlook with which 
we approach the work we have to do and 
the people with whom we have to associate 
from day to day. We may not even recognize 
these forces; certainly we seldom understand 
or analyze them with a view either to their 
more effective application or their control. 
Moreover, these motivating forces are rarely 
single or simple things; they are usually 
complex mixtures of a lot of different elements 
our general outlook on life is cheerful or gloomy 
or how successful we are in living within our 
income. Others of these elements are trivial 
and fleeting - a word spoken in anger, a 
recognized injustice, a struggle with trans¬ 
portation facilities, a misplaced book or tool; 
or on the other hand, a friendly smile or 
greeting, the passing courtesy of a stranger 
a chance encounter with an old friend or an 
unexpected gift. At any given moment, we 
feel good or bad; our outlook toward life and 
work and other people is enthusiastic or 
depressed or indifferent. 
"Motivating forces thus manifests themselves 
as attitudes, feelings and actions. To those 
with whom we come in contact, they are 
revealed in character, personality, and behavior. 
Our associates either like us or they do not. 
They learn that they can judge us for our 
cheerfulness, our tolerance, our courage, our 
patience, our kindness, our sincerity, our 
willingness to cooperate, or for our display 
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of opposite of these and other virtues. And 
like manner we judge our associates, indivi¬ 
dually and in groups. 
These judgements, each of the other, are the 
bases upon which people live and work and play 
and plan together. When the judgements are 
favorable, the relationships are harmonious and 
rewarding. When they are unfavorable, relation¬ 
ships are strained and barren. In reality, they 
are never all favorable or unfavorable, but a 
composite of endless variations and degrees. It 
is this fact which gives to personal and group , 
relationships their complex and challenging nature." 
Is there a need for human relations education? Should colleges 
and schools go more deeply into human relations education, thus moving 
toward improving interpersonal relationships? Should they, in 
particular, do more or do better at teaching problem solving, the 
resolution of conflict and misunderstanding? 
Cook and Cook believe that these educational services cannot be 
avoided. Admittedly, "the control of public education is in the hands 
of the public, so that the public will decide this question in the long 
run. Educators are not powerless to take a stand, to declare their 
interest in educating for better human relations and improved 
2 
interpersonal relationships." Cook and Cook also draw our attention 
to many other pertinent questions. Are school people inept of dealing 
with interpersonal relationship issues? Are they too busy with other 
things such as with the teaching of subject matter? If attention is 
given to human relations, will that solve the critical problems of mass 
education such as the increased cost of public education? 
^Thirty-Third Yearbook, American Association of School Administrators, 
Staff Relations In School Administration, (Washington, D. C., 
2 National Education Association of the United States, 1955), pp. 67-63 
^Lloyd Cook and Elaine Cook, School Problems in Human Relations. (New 
York: McGraw-Hill Book Company, Inc. 1957) p. 17 
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In summary, the real question is how public money should be 
spent and where priorities lie. These are among the questions one may 
ask if one speaks to school and community groups on human relations in 
education, and if he expects to improve interpersonal relationships in a 
given situation. Querries indicate public interest in the subject - a 
concern for mounting school costs; for the competence of teachers, 
school heads and others. There are further inquiries for a division of 
labor among area institutions and certainly foremost are good 
interpersonal relationships among those who teach our children. 
In a democracy we have the freedom to become, we need not be 
content with the status quo. If the youth of today are to receive the 
best possible education, teachers and those in leadership positions must 
be at their best. Each society tends to measure the products of an 
educational system in terms of observable behavior; behavior that can 
and is enhanced by good teachers that exhibit relationships that are 
good and wholesome. 
i 
Sergiovanni and Starratt state that "enlightened supervision, 
that which fully coordinates, develops and utilizes the resources of the 
human organization, requires an investment in time by school officials 
before appreciable results can be realized." As the mellowing process 
sets, school management's investment in its human organization will 
show improvement in each of the organizational success variables. 
1 
Thomas J. Sergiovanni and Robert J. Starratt, Emerging Patterns Of 
Supervision: Human Perspectives. (New York: McGraw-Hill 
Company, 1971) pp. 18-19 
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"A test of the Herzberg hypothesis with 
teachers as respondents, revealed the 
following findings. Of the sixteen factors 
listed, eight showed significance for 
teachers. The contributors to job satis¬ 
faction were achievements recognition and 
responsibility. These needs if not met (or 
if absent), tended not to contribute to job 
dissatisfaction. The factors cited as sources 
of considerable dissatisfaction for teachers, 
but not satisfaction were interpersonal relations 
with students, teachers, peers, technical super¬ 
visor, school policy and administration and 
personal life." 
The process of improving interpersonal relationships among teachers 
is directly related to the receptivity of the administrator in charge. It 
is wise to be knowledgeable, open-minded and considerate of basic 
human needs and goals. As these authors state  
"more is needed to effect whole¬ 
some internal relations between members 
of the staff and the administration than 
a spirit of personal leadership by those 
in charge of the school system. There 
must be policies that contribute to the 
development of good relations. One of 
of these is teacher participation in the 
formulation 2of educational plans and 
programs. " 
The process of staff participation in the formulating stage of 
educational programs greatly enhances the degree to which members feel 
satisfied and functional to the organization. 
'''Ibid., p. 145 
2Ibid. p. 102 
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According to Maslow  2 3 an individual has two basic level of needs 
lower order and higher order. In his lower order needs, under Social 
needs, he describes or lists acceptance, feeling of belonging, 
membership in group, love and affection and group participation. 
Maturational levels of persons are greatly influenced by those 
objects that one does not have, rather than what he does have. 
Maslow further states that people who are satisfied tend to be more 
effective as they serve in an organization. 
Improving the level of interpersonal relationship among persons in 
an organizations can occur through a systematic planned approach by 
the administrator. Likert's theory of human effectiveness postulates 
that the level of output is greatly enhanced through the use of a 
system four administrative style (participative). "System four 
management recognizes that a highly effective, highly motivated human 
organization can accomplish with great success almost anything it sets 
out to do" 
This is the positional approach taken by the writer to employ 
positive procedures with the staff of Dobbs Elementary. With the use 
of practical approaches toward planning, supervising and administering 
the instructional program, the proper tone will set the stage for 
increases in the output of the members of the organization. 
1Ibid, p. 103 
2Ibid, p. 130 
3Ibid, p. 130 




The primary purposes of this chapter are to provide information on 
the responses of the participants as follows: 
1. The results on the needs assessment survey 
2. The level of interpersonal relations among the staff 
A brief description of the workshop is included with attention 
given to the process of the needs assessment, and a summary of these 
results. Included also is the design of the improvement activity along 
with a review of research purposes. The summary of research 
activities is provided along with a statistical analyses of the data. 
Each hypothesis was tested and the findings as a result of data 
analysis are reported accordingly. Interpretations of the significant 
items from the Likert instrument, "Profile of a School" are made. 
Interpersonal Relationships Workshop 
The staff development activity was conducted by Dr. Ervin 
Williams, Professor of Management, Georgia State University. This 
activity consisted of a series of three workshops with the members of 
the experimental group as participants. The workshops were 
held on three successive Tuesdays in May (6th, 13th and 20th) from 
12:00 Noon to 5:00 p.m. 
-20- 
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A needs assessment instrument was constructed by the writer prior 
to the first workshop session. This instrument is included in the 
Appendix. It was designed to gather information categorically to 
measure needed areas of improvement. Items contained in the 
instrument were excerpts taken from printed and published material. It 
is assumed to be valid and reliable for the purposes of this study. 
Permission was granted by the writers Thesis Chairperson, Dr. Hatton 
to use the evaluative instrument. There were five broad categories 
contained in this questionnaire. The categories and response summary 
is listed below: 
Trust Conflict Involvement Recognition Organization 
SA 21 13 62 43 45 
A 36 29 26 25 52 
D 47 59 13 12 39 
SD 40 24 22 45 5 
Design of the Improvement Activity 
Conditions for Changing Interpersonal Relationships 
Through in-service sessions the following conditions were stressed 
for each staff member in order to achieve the goals of improving their 
understanding, sensitivities and skills in interpersonal relationships. 
1. Presentation of Self - Until the individual has (and uses) an 
opportunity to reveal the way he sees and does things, he has 
little basis for improvement and change. 
2. Feedback - Individuals do not learn from presentation alone. 
They learn by presenting themselves as openly as possible in a 
situation where they can receive from others clear and accurate 
information about the effectiveness of the behavior-feedback 
system which informs them of how their behavior is perceived and 
of what the consequences of that behavior are. 
3. Atmosphere - An atmosphere of trust and nondefensiveness is 
necessary if people are to feel free to present themselves, to 
accept and utilize feedback, and to offer it. 
4. Experimentation - Unless there is an opportunity to try out new 
behaviors, the individual is inhibited in utilizing the feedback he 
receives. 
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5. Practice - If his experiments are successful, the individual then 
needs to be able to practice new behaviors so that he becomes 
more comfortable with changes he has decided to make. 
6. Application - Unless learning and change can be applied to 
situations, they are not likely to be effective or lasting. Attention 
was given to help individuals plan for using their learnings after 
the workshop sessions. 
7. Relearning How to Learn - Because much of our traditional 
academic experience has led us to believe that we learn by 
listening to experts, there is often a need to learn how to learn 
using the mode - presentation - feedback-experimentation. 
This was done. 
8. Cognitive Map - Knowledge from research, theory and experience 
is needed to enable each staff member both to understand his 
experiences and to generalize from them. Generally this information 
is most useful when it follows or is very close in time to the 
experiences. 
The workshop settings created a situation in which these 
conditions came into being, allowing each member to participate in his 
learning experiences and to play a part in the learning experiences of 
others in the group. 
The workshop activities were designed to improve the performances 
of the staff in human relations/interpersonal relationships as measured 
by Likert's profile of organizational characteristics (See Appendix). 
The overall program content was designed to improve performance 
effectiveness among the staff. The seminars were entitled: 
1. Goal oriented performance 
2. Developing a better human organization 
3. Improving your leadership style 
With the responses of the needs assessment survey at hand, the 
components of the improvement activities were structured for 
implementation. These seminars were structured and detailed, however, 
the atmosphere was very informal with emphasis on group participation. 
The following items were addressed and discussed in the three 
seminars: 
1. Improving school effectiveness 
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2. Theories of human effectiveness 
3. Leadership style and behavior 
4. Achieving effective managerial results 
5. Perceived needs and deficiencies of educators 
6. Maslow's hierarchy of needs 
7. Maslow's needs vs. Herzberg's needs 
8. The pygmalion concept 
The process evaluation form was used by the consultant to 
evaluate the seminars (See Appendix). 
Review of Research Purposes 
The purpose of this study was to report on the project designed 
to improve the level and quality of staff interpersonal relationships at 
John Wesley Dobbs Elementary School during 1979-80. 
More specifically, the purposes were: 
1. to review the toal perspective of the staff's attitude toward 
human relationships 
2. to determine how the staff felt about different aspects of 
human relationships 
3. to identify through a needs assessment, areas for 
improvement 
4. to determine the significance of the improvement activity as 
compared to a school of similar characteristics 
Review of Research Activities 
The data collected are based on responses from 25 members of the 
staff at John Wesley Dobbs Elementary School and 12 members of the 
staff of East Lake Elementary School. They will be referred to as the 
experimental group and the control group respectively during the 
analysis. 
The experimental group and control group were administered a 
questionnaire to measure the level of interpersonal relationships among 
the members of the group. 
The instrument used to measure the level of interpersonal 
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relatonships among staff persons of the study was produced by Dr. 
Renis Likert and Jane Gibson Likert. It was adapted from an 
instrument published in The Human Organization: It's Management and 
Value. The instrument, "Profile of a School", illustrated appropriately 
in the appendix, contains fifty-five items. The response scale on the 
instrument ranges from 0 to 20. The instrument was administered to 
the experimental and control group on a pre-test post-test basis. 
i 
Rensis Likert, The Human Organization: Its Management and Value. 
(New York: McGraw-Hill Book Company, Inc. 1967) pp. 197-211 
CHAPTER IV 
DATA ANALYSIS 
Statistical Analysis of Results 
The t-Test program from The Statistical Package of the Social 
Sciences was used to analyze the data. Analyses were performed 
through the computer facilities of The Atlanta Public School System. 
The responses from the pre-test and post-test of the experimental 
group were tabulated. Mean scores, the standard error, and the 
standard deviation of the mean scores were calculated for each item of 
the questionnaire. The same calculations were made respectively for the 
pre and post-test results of the control group. A t-value was 
calculated to test the significance between pre and post-test means. 
Findings 
In accord with the purposes of this study and from the analysis 
and interpretation of the data collected, the major findings are as 
follows : 
Hypothesis #1: 
The experimental group will not show a significant difference 
between pre-test on any of the fifty-five (55) Likert administrative 
organizational and job criteria. 
i 
Rensis Likert, The Human Organization: Its Management and Value. 
(New York: McGraw-Hill Book Company, Inc. 1967) 
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Table I shows the responses from the experimental group on the 
pre and post-test. Column One (N) represents the number of 
responses collected for each item. Column Two (X) represents the 
standard deviation of the mean score of each item. Columns four, five 
and six give the same information respectively for the post-test results. 
Column Seven (t) represents the t-value to test the significance 
between the pre and post-test means. Column Eight (d.f.) represents 
the degrees of freedom associated with each t-value. 
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TABLE I 
PROFILE OF A SCHOOL 
EXPERIMENTAL GROUP PRE AND POST-TEST RESULTS 
Pre Post 
NX S N X S t d.f. 
1 21 15. 86 2. 903 24 14. 96 3. 127 -0. 99 43 
2 21 16. 52 2. 676 24 17. 13 2. 173 0. 83 43 
3 21 13. 71 2. 935 24 15. 08 2. 827 1. 59 43 
4 21 15. 29 3. 165 24 15. 75 2. 754 0. 53 43 
5 21 15. 48 3. 371 23 16. 26 3. 608 0. 74 42 
6 22 15. 37 3. 288 25 15. 36 3. 353 0. 00 45 
7 19 15. 00 3. 000 24 15. 04 3. 445 0. 04 41 
8 19 13. 05 3. 808 24 12. 58 3. 256 -0. 44 41 
9 19 11. ,26 4. 532 22 12. 55 4. 887 0. 87 39 
10 22 14. ,68 3. ,772 24 15. 63 3. .308 0. .90 44 
11 22 12. .73 3. ,508 24 12. ,88 3. .069 0. .15 44 
12 21 12. .33 4. ,041 23 13. ,35 2. .948 0. ,96 42 
13 21 13. .43 4. .512 22 12. .91 3. .435 -0. .43 41 
14 22 13. .18 2. .889 24 13. .04 3. .928 -0. . 14 44 
15 23 14. .13 3. .389 25 13. .40 2. .986 -0. .79 46 
16 22 16 .95 2. .171 25 15, .80 2. .901 -1, .53 45 
17 20 17. .30 1, .780 18 16. . 11 3, .546 -1. .33 36 
18 23 14 .91 2. .999 25 14 .88 2. .891 -0 .04 46 
19 22 15 .09 2 .304 24 14 .54 .2 .670 -1 .40 44 
20 23 14 .57 4 .491 25 14 .12 3 .723 -0 .38 46 
21 23 9 .48 4 .935 25 9 .56 3 .731 0 .07 46 
22 23 11 .70 3 .866 25 11 .88 3 .127 0 .18 46 
23 21 13 .05 3 .186 23 13 .43 2 .809 +0 .43 42 
24 21 13 .90 2 .606 23 14 .30 2 .883 0 .48 42 
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TABLE I (Continued) 
Pre Post 
NX S N X S t d.f. 
25 22 16.59 4.393 25 16.72 2.979 0.12 45 
26 20 15.11 4.962 22 15.41 3.647 0.23 40 
27 22 16.23 4.800 25 17.12 3.100 0.77 45 
28 22 16.00 5.108 25 16.52 2.903 0.44 45 
29 22 15.32 5.177 23 16.17 3.070 0.68 43 
30 19 17.37 3.201 24 17.71 2.196 0.41 41 
31 21 16.67 3.199 22 17.50 2.236 0.97 41 
32 19 12.47 4.142 25 13.20 4.491 0.55 42 
33 19 10.37 4.958 25 12.20 4.610 1.26 42 
34 22 16.73 4.014 24 15.96 3.329 -0.71 44 
35 20 14.80 4.060 25 14.84 3.923 0.03 43 
36 19 10.05 6.43 22 10.68 4.269 0.37 39 
37 18 10.61 5.192 20 10.80 4.549 0.12 36 
38 22 15.55 5.253 25 16.40 3.416 0.67 45 
39 21 12.14 3.915 23 13.22 3.397 0.97 42 
40 19 10.63 5.747 22 15.23 2.959 3.28** 39 
41 15 11.07 5.325 20 14.40 2.303 2.51* 33 
42 23 15.83 3.614 23 16.61 2.589 0.84 44 
43 20 15.30 3.511 22 15.23 2.894 -0.07 40 
44 21 15.52 2.639 24 14.38 4.063 -1.11 43 
45 23 14.00 4.253 22 14.45 2.841 0.42 43 
46 21 12.14 3.623 24 13.71 2.866 1.62 43 
47 23 14.22 4.011 24 14.50 3.036 0.27 45 
48 21 14.24 3.491 20 13.65 3.200 -0.56 39 
49 21 14.38 5.172 23 14.09 3.554 -0.22 42 
50 21 16.14 3.705 24 16.08 2.962 -0.06 43 
51 21 15.76 3.673 23 15.83 2.887 0.06 42 
52 22 14.50 2.325 23 14.60 3.577 0.12 43 
53 22 15.73 3.397 23 16.39 2.840 0.71 43 
54 22 15.36 3.812 25 16.64 2.767 1.32 45 
55 22 15.00 3.780 24 15.04 3.407 0.04 44 
♦Indicates significance change at the .05 level 
♦♦Indicates significance change at the .01 level 
29 
Of the fifty-five t-values illustrated in Table I, only two show a 
significant difference at the .05 level. Items #40 and #41 show a 
t-value of 3.28 and 2.51. Item #40, with a t-value of 3.28 is 
significant at the .05 level. Item #41, with a t-value of 2.51 is 
significant at the .01 level. 
Items #40 and #41 ask the question(s) "What is the direction of the 
flow of information about: 
a. academic matters? 
b. non-academic matters? 
The pre-test results show a mean score of 10.63 for item #41 indicating 
a placement in the System II category on Likert's profile scale. Likert 
describes the casual variables of System II as high pressure via: tight 
work standards, personnel limitations, and imposed tight budgets. 
Compliance to a System II category suggests that it is based on fear, 
yielding unfavorable attitudes, little confidence and trust, poor 
communication, low levels of influence, low levels of cooperative 
motivation, low peer performance goals, and a restriction of output. 
The end result variable of a System II category suggest high 
productivity over a short run, and low productivity and earnings over 
the long run, with high absence and turnover.'*' 
The post test mean score of 15.23 shows an increase of 51%. As 
the scale indicates, a mean of 15.23 shows a System IV category. End 
result variables related to System IV show low absence, high 
productivity, low costs and high earnings. 
1Ibid., p. 153 
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The pre-test mean for item #41 was 11.07, with a post-test mean of 
14.40 showing an increase of 50%. This gain moves up the system scale 
very close to a System IV placement. 
The increase of these two mean scores indicate that an 
improvement or gain took place between the pre and post test. As a 
result, the Null hypothesis is rejected on items #40 and #41. It is 
important to note that fifteen items illustrated in Table I show negative 
t-vaiues. This indicates a decline between the pre-test mean scores 
and the post-test mean scores, however these differences were not 
significant. 
Hypothesis #2: The control group will not show a significant difference 
between pre-test and post-test on any of the fifty-five (55) Likert 
administrative, organizational and job criteria. 
Table II shows the responses of the control group, pre-test and 
post-test. Information illustrated in this table is related to the testing 





























PROFILE OF A SCHOOL 
CONTROL GROUP, PRE VS. POST 
Pre Post 
N X S N X S t d.f. 
12 14.08 3.059 12 13.33 3.284 -0.58 22 
12 15.92 1.832 12 11.83 5.557 -2.42* 22 
11 12.73 4.384 12 10.67 3.893 -1.19 21 
12 14.08 1.621 10 16.30 3.335 2.04 20 
12 15.42 3.397 12 14.17 6.028 -0.63 22 
13 14.31 4.498 12 15.00 4.533 0.38 23 
13 13.69 4.309 12 13.83 6.464 0.06 23 
13 10.62 3.686 12 9.42 5.468 -0.65 23 
13 10.15 4.038 12 10.50 4.622 0.20 23 
13 14.38 4.388 12 14.25 3.306 -0.09 23 
13 11.31 3.614 11 7.91 4.392 -2.08* 22 
13 12.54 2.847 10 10.80 2.251 -1.58 21 
13 11.08 3.989 11 10.45 3.475 -0.40 22 
13 15.00 4.528 12 10.58 4.757 -2.38* 23 
12 13.50 2.780 12 11.83 4.933 -1.02 22 
12 14.92 3.450 12 11.67 4.271 -205 22 
9 17.78 2.167 9 13.44 3.167 -3.39 16 
12 12.33 4.774 12 11.25 4.634 -0.56 22 
12 13.17 3.070 12 12.92 3.728 -0.18 22 
12 13.83 2.855 12 11.75 4.789 -1.29 22 
12 7.25 4.137 12 7.83 4.489 0.33 22 
12 11.92 3.118 12 7.92 2.778 -3.32** 22 
12 12.42 3.450 12 8.67 3.985 -2.46* 22 
12 13.00 2.697 12 10.75 3.519 -1.76 22 
12 14.00 4.918 12 12.58 4.100 -0.77 22 
12 13.92 2.746 12 11.42 5.452 -1.42 22 
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TABLE II (Continued) 
Pre Post 
N X N X d.f. 
27 12 13.75 5.001 12 12. 25 3. 911 -0. 82 22 
28 12 15.25 5.362 11 16. 55 3. 725 0. 67 21 
29 12 14.58 3.029 12 13. 08 6. 473 -0. 73 22 
30 12 16.08 2.968 11 16. 45 3. 142 0. 29 21 
31 12 15.92 3.679 10 12. 60 5. 038 -1. 78 20 
32 13 7.46 3.115 12 13. 75 5. 754 3. 16** 23 
33 12 6.83 3.664 10 12. 80 2. 573 4. , 33** 20 
34 13 15.38 3.595 11 14. 82 5. 016 -0. .32 22 
35 13 13.54 3.382 10 17. 30 2. 058 3. , 09** 21 
36 13 7.38 4.312 12 5. ,92 3. ,704 -0. ,91 23 
37 13 7.31 4.590 10 6. ,60 5. ,481 -0. ,34 21 
38 13 13.38 4.592 12 14. ,33 5. , 140 0. .49 23 
39 13 12.38 5.042 12 10. ,08 4. .295 -1. ,22 23 
40 13 10.31 6.885 12 6. ,92 5. , 160 -1. ,38 23 
41 11 10.00 6.943 11 5. .82 5. .564 -1. .56 20 
42 13 15.46 4.371 12 13, .92 5. .143 -0. .81 23 
43 13 13.77 4.952 12 13, .75 5. ,610 -0. .01 23 
44 12 14.67 3.257 12 13, .00 2. . 174 -1, .47 22 
45 12 15.17 4.152 12 11, .92 2, .778 -2. . 25* 22 
46 12 13.33 4.418 12 12, .08 3, .315 -0 .78 22 
47 12 15.08 3.476 12 10 .50 4 .056 -2 .97** 22 
48 13 13.46 4.666 12 9 .92 3. .579 -2 .12* 23 
49 13 12.85 5.984 12 10 .08 2 .875 -1 .45 23 
50 13 14.15 5.289 10 13 .80 1 .687 -0 .20 21 
51 13 15.00 3.979 12 11 .17 3 .407 -2 .58* 23 
52 13 14.15 3.760 12 9 .42 2 .610 -3 . 63** 23 
53 13 16.15 2.996 12 13 .42 3 .605 -2 .07 23 
54 13 14.77 4.604 12 14 .08 3 .704 -0 .41 23 
55 13 16.23 4.711 12 13 .00 3 .275 _ 1 X .97 23 
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The columns in the table are identical in structure and 
representation as those listed in Table I. Of the fifty-five (55) items 
listed in Table II, seven (7) show a significance at the .05 level: 
(items 2, 11, 14, 23, 45, 48 and 51). Six items show a significance at 
the .01 level: (items 22, 32, 33, 35, 47 and 52). Forty-four (44) of 
the items illustrated in Table II show negative t-values. This also 
indicates as in Table I, that there was a decline in the mean scores 
from pre-test to post-test. It is very interesting as well as important 
to note at this point that thirteen (13) items in Table II showed a 
significance at their indicated levels. However, ten (10) of the thirteen 
(13) were negative, which indicates that the post test mean was below 
the pre-test mean. For the thirteen (13) items listed above, the Null 
hypothesis is rejected. On items 2, 11, 14, 22, 23, 45, 47, 48, 51, 
and 52, the post test mean was significantly lower than the pre-test 
mean. On items 32, 33 and 35, the post test mean was higher. This 
illustrates the obvious differences between the experimental and the 
control group. 
Hypothesis #3: The experimental and control group will not show a 
significant difference on the pre-test on any of the fifty-five (55) 
Likert administrative, organizational and job criteria. 
Table III shows the responses of the experimental and control 
group on the pre-test. Information contained in this table is related to 
the testing of hypothesis #3. 
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TABLE III 
PROFILE OF A SCHOOL 
PRE-TEST/EXPERIMENTAL VS. CONTROL 
Pre Post 
NX S N X S d.f. 
1 21 15.86 2. 903 12 14. 08 3. 059 1. 66 31 
2 21 16.52 2. 676 12 15. 92 1. 832 0. 70 31 
3 21 13.71 2. 935 11 12. 73 4. 384 0. 76 30 
4 21 15.29 3. 165 12 14. 08 1. 621 1. 22 31 
5 21 15.98 3. 371 12 15. 42 3. 397 0. 05 31 
6 22 15.37 3. 288 13 14. 31 4. 498 0. 80 33 
7 19 15.00 3. 000 13 13. .69 4. 309 1. 01 30 
8 19 13.05 3. 808 13 10. ,62 3. 686 -1. ,80 30 
9 19 11.26 4. ,532 13 10, ,15 4. ,038 0. ,71 30 
10 22 14.68 3. .772 13 14, ,38 9. .388 0. .21 33 
11 22 12.73 3. ,508 13 11. .31 3. . 614 1. .14 33 
12 21 12.33 4, ,041 13 12, .54 2. .847 -0, .16 32 
13 21 13.93 4, .512 13 11 .08 3, .989 1. .54 32 
14 22 13.18 2 .889 13 15 .00 4 .528 -1 .45 33 
15 23 14.13 3 .389 12 13 .50 2 .780 0 .55 33 
16 22 16.95 2 .171 12 14 .92 3 .450 2 .12* 32 
17 20 17.30 1 .780 9 17 .78 2 .167 -0 .63 27 
18 23 14.91 2 .999 12 12 .33 4 .774 1 .97 33 
19 22 15.09 2 .384 12 13 .17 3 .070 2 .56* 32 
20 23 14.57 4 .491 12 13 .83 2 .855 0 .51 33 
21 23 9.48 4 .935 12 i i .28 4 .137 1 .34 33 
22 23 11.70 3 .866 12 11 .92 3 .118 -0 .17 33 
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TABLE III (Continued) 
Pre Post 
N X N X d.f. 
29 22 15. 32 5.177 12 14. 58 3. 029 0. 45 32 
30 19 17. 37 3.201 12 16. 08 2. 968 1. 121 29 
31 21 16. 67 3.199 12 15. 92 3. 679 0. 61 31 
32 19 12. 47 4.142 13 7. 46 4. 115 3. 37** 30 
33 19 10. 37 4.958 12 6. 83 3. 644 2. 13* 29 
34 22 16. 73 4.014 13 15. 38 3. 595 0. 99 33 
35 20 14. 80 4.060 13 13. 54 3. 382 0. 93 31 
36 19 10. 05 6.43 13 7. 38 4. 312 1. 30 30 
37 18 10. 61 5.192 13 7. ,31 4. 590 1. 83 29 
38 22 15. 55 5.253 13 13. ,38 4. ,592 1. 23 33 
39 21 12. . 14 3.915 13 12. ,38 5. ,042 -0. ,16 32 
40 19 10. ,63 5.747 13 10. ,31 6. ,885 0. ,14 30 
41 15 11. ,07 5.325 11 10. ,00 6. .943 4. ,44* 24 
42 23 15. ,83 3.614 13 15. .46 4. .371 0. ,27 34 
43 20 15. ,30 3.511 13 13. .77 4. .952 1, .04 31 
44 21 15. .52 2.639 12 14, .67 3, .257 0. .82 31 
45 23 14, .00 4.253 12 15, .17 4. .152 -0. .78 33 
46 21 12. . 14 3.623 12 13, .33 4. .418 -0, .84 31 
47 23 14. .22 4.011 12 15 .08 3, .476 -0, .63 33 
48 21 14, .24 3.491 13 13 . 46 4, . 666 0. .55 32 
49 21 14, .38 5.172 13 13 .85 5, .984 0 .79 32 
50 21 16. . 14 3.705 13 14 .15 5 .289 1 .29 32 
51 21 15 .76 3.673 13 15 .00 3 .979 0 .57 32 
52 22 14 .50 2.325 13 14 .15 3 .760 0 .34 33 
53 22 15 .73 3.397 13 16 .15 2 .996 -0 .37 33 
54 22 15 .36 3.812 13 14 .77 4 .604 0 .41 33 
55 22 15 .00 3.780 13 16 .23 4 .711 -0 .85 33 
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Only four items illustrated showed a significant difference, 15, 19, 
32 and 33. In each case, the mean of the experimental group was 
higher. The nine items illustrated with a negative t-value indicate that 
the mean of the control group was higher. 
On the basis of these four items, the Null hypothesis was rejected. 
In each instance, the mean of the experimental group was higher than 
the control group. 
Hypothesis #4: The experimental and control group will not show a 
significant difference on the post-test of any of the fifty-five (55) 
Likert administrative, organizational and job criteria. 
Table IV shows the responses of the experimental and control 
group, on the post test. Information in this table is related to the 
testing of hypothesis #4. 
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TABLE IV 
PROFILE OF A SCHOOL 
POST-TEST - EXPERIMENTAL VS. CONTROL 
Experimental Control 
N X S N X S d.f. 
1 24 14.86 3.127 12 13.33 3.284 1.45 34 
2 24 17.13 2.173 12 11.83 5.557 4.12** 34 
3 24 15.08 2.827 12 10.67 3.893 3.89** 34 
4 24 15.75 2.754 10 16.30 3.335 -0.50 32 
5 23 16.26 3.608 12 14.17 6.028 1.29 33 
6 25 15.36 3.353 12 15.00 4.533 0.27 35 
7 24 15.04 3.445 12 13.83 6.464 0.74 34 
8 24 12.58 3.256 12 9.42 5.468 2.18* 34 
9 22 12.55 4.887 12 10.50 4.622 1.19 32 
10 24 15.63 3.308 12 14.25 3.306 1.18 34 
11 24 12.88 3.069 11 7.91 4.392 3.87** 33 
12 23 13.35 2.948 10 10.80 2.251 2.43* 31 
13 22 12.91 3.435 11 10.45 3.475 1.93 31 
14 24 13.04 3.928 12 15.58 4.757 1.65 34 
15 25 13.40 2.986 12 13.83 4.933 1.20 35 
16 25 15.80 2.901 12 11.67 4.271 3.47** 35 
17 18 16.11 3.546 9 13.44 3.167 1.90 25 
18 25 14.88 2.891 12 11.25 4.634 2.93** 35 
19 24 14.54 2.670 12 12.92 3.728 1.51 34 
20 25 14.12 3.723 12 11.75 4.789 1.65 35 
21 25 9.56 3.731 12 7.83 4.489 1.23 35 
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TABLE IV (Continued) 
N X S N X X t d.f. 
22 25 11. 88 3.127 12 7. 92 2. 778 3. 73** 35 
23 23 13. 43 2.809 12 8. 67 3. 985 4. 12** 33 
24 23 14. 30 2.883 12 10. 75 3. 519 3. 21** 33 
25 25 16. 72 2.979 12 12. 58 4. 100 3. 49** 35 
26 22 15. 41 3.647 12 11. 47 5. 452 2. 56* 32 
27 25 17. 12 3.100 12 12. 25 3. 911 4. 11** 35 
28 25 16. 52 2.903 11 16. 55 3. 725 0. 02 34 
29 23 16. 17 3.070 12 13. 08 6. 473 1. 93 33 
30 24 17. 71 2.196 11 16. 45 3. 142 1. 37 33 
31 22 17. 50 2.236 10 12. 60 5. 038 3. 78** 30 
32 25 13. 20 4.491 12 13. 75 5. 754 0. 32 35 
33 25 12. ,20 4.610 10 12. 80 2. .573 0. 39 33 
34 24 15. ,96 3.329 11 14. ,82 5. ,016 0. .80 33 
35 25 14. ,84 3.923 10 17. .30 2. ,058 -1. 87 33 
36 22 10. ,68 4.269 12 5. ,92 3. ,704 3. , 25** 32 
37 20 10. ,80 4.549 10 6. .60 5. .481 2. .23* 28 
38 25 16. .40 3.416 12 14. .33 5. .140 1. ,46 35 
39 23 13. .22 3.397 12 10. .08 4, .295 2. .37* 33 
40 22 15. .23 2.959 12 6, .92 5, . 160 6. . 00** 32 
41 20 14, .40 2.303 11 5, .82 5, .564 6. . 08** 29 
42 23 16, .61 2.589 12 13, .92 5, .143 2. .07 33 
43 22 15, .23 2.894 12 13, .75 5, .610 1 .02 32 
44 24 14, .38 4.063 12 13 .00 2. .174 1 .09 34 
45 22 14 .45 2.841 12 11 .92 2 .778 2, .51* 32 
46 24 13 .71 2.866 12 12 .08 3 .315 1 .52 34 
47 24 14 .50 3.036 12 10 .50 4 .056 3 . 33** 34 
48 20 13 .65 3.200 12 9 .92 3 .579 3 . 06** 30 
49 23 14 .09 3.554 12 10 .08 2 .875 3 .36** 33 
50 24 16 .08 2.962 10 13 .90 1 .687 2 .28* 32 
51 23 15 .83 2.887 12 11 .17 3 .407 4 . 26** 33 
52 23 14 .60 3.577 12 9 .42 2 .610 4 . 44** 33 
53 23 16 .39 2.840 12 13 .42 3 .605 2 .68* 33 
54 25 16 .64 2.767 12 14 .08 3 .704 2 .35 35 
55 24 15 .04 3.407 12 13 .00 3 .275 1 .72 34 
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On the basis of these four items, the Null hypothesis was rejected. 
In each instance, the mean of the experimental group was higher than 
the control group. 
There are 29 of 55 items listed that show a significant difference 
at the .05 level. In each of these cases, the mean scores of the 
experimental group were higher than those illustrated by the control 
group. On the basis of the following items: 2, 3, 8, 11, 12, 16, 18, 
22, 23, 24, 25, 26, 27, 31, 36, 37, 39, 40, 41, 42, 45, 47, 48, 49, 50, 
51, 52, 53 and 54, the null hypothesis was rejected. 
CHAPTER V 
Discussion ;Conclusions, Implications, Recommendations 
The purpose of this study was to report on the project designed 
to improve the level and quality of interpersonal relationships among the 
instructional staff of John Wesley Dobbs Elementary School during 
1979-80. The instrument used to measure progress in this study was 
Likert's "Profile of a School." This instrument was administered on a 
pre and post test basis to the experimental group at Dobbs and the 
control group at East Lake. 
A needs assessment was administered to the experimental group by 
the use of questionnaires and opinionnaires. These responses were 
used by Dr. Ervin Williams, Ph.D., Georgia State University, who 
planned and conducted a series of workshop activities for the staff at 
John Wesley Dobbs Elementary School. These activities took place 
between the pre and post test assessments. 
To evaluate the effectiveness of the activities upon the 
experimental group, four hypotheses were examined. 
1. The experimental group will not show a significant 
difference between pre-test and post-test on any 
of the fifty-five (55) Likert, administrative, 
organizational and job criteria. 
2. The control group will not show a significant 
difference between pre and post test on any of 
of the fifty-five (55) Likert, administrative, 
organizational, job criteria. 
-40- 
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3. The experimental and control group will not show a 
significant difference on the pre-test of any of the 
fifty-five (55) Likert administrative, organizational, job 
criteria. 
4. The experimental and control group will not show a 
significant difference on the post test of any of the 
fifty-five (55) Likert administrative, organizational and 
job criteria. 
Findings 
An analysis of the data according to the hypotheses listed above 
revealed changes in only two items from the experimental group, pre 
vs. post-test. The control group showed a decline on thirteen items on 
the pre and post test analysis. A comparison of the Experimental vs. 
Control group on the pre-test indicated a higher mean score for the 
experimental group on four items. The post test analysis of the 
experimental vs. control group indicated a higher mean score on 29 out 
of 55 items. This shows a definite improvement in some of the 
responses of the experimental group between pre and post test. 
Conclusions 
Based on the findings of this study, the activities designed to 
improve the level of interpersonal relationship skills were effective in 
the following areas: 
1. Seeking to be friendly and supportive to students (Item 
2) 
2. Expressing trust and confidence in students (Item 3) 
3. Using students ideas about academic matters (Item 8) 
4. Student input as it relates to academic/non-academic 
matters (Items 11 and 12) 
5. Communicating with students (Item 16) 
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6. Awareness of students problems/school work (Item 18) 
7. Having a voice in input influence, decision making 
process, motivational acts (Items 22, 23, 24). Positive feelinç 
toward principal as it relates to trust, confidence 
8. Flow of confidence and trust between teachers and 
principal (Items 25, 26, 27) 
9. Display of friendly support to teachers (Item 31) 
10. Principal's use of student input about academic/non¬ 
academic matters (Items 36 and 37) 
11. Teacher's attitude toward job (Item 39) 
12. Direction of and attitude toward flow of information 
concerning academic/non-academic matters (Items 40, 
41, 42) 
13. Principal/teacher interaction (Item 45) 
14. Teamwork among staff (Item 47) 
15. Teacher involvement in decision making (Items 48, 49) 
16. Personal interest shown by Principal (Item 50) 
17. Decision making as it relates to motivation of teachers 
and students (Items 51, 52) 
18. High performance goals (Items 53, 54) 
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In Likerts' description of causal variables in organizational 
improvement, he indicates that a placement in the System II category 
suggests high pressure via: tight work standards, personnel 
limitations and imposed tight budgets.'*' The pre-tests results of the 
experimental group indicates a similar placement in the System II 
category. 
After the treatment activity was administered, the means scores of 
15.23, indicate a positive movement toward the System IV category (16) 
on the scale. A similar movement was not observed in the control 
group. As a result of the experimental groups' progress, the writer 
concludes that the treatment activity was instrumental in changing the 
specified causal variables and thereby in both intervening and 
end-result variables. End result variables include favorable attitudes 
toward the superior, high confidence and trust, excellent communication 
(up, down, lateral), high peer group loyalty and high productivity and 
earnings. 
Implications 
The implications revealed by this study according to the data 
collected are: 
1. Activities designed to improve interpersonal relations 
can be used in a beneficial way in the areas listed 
previously. 
2. There should be some affirmative plan of action in each 
school administrator's portfolio as it relates to improving 
interpersonal relations. 
3. There might be implications here for use by elementary 
school administrators with their respective staff members. 
1Ibid., pp. 137-148 
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Recommendations 
On the basis of the findings in this study, the following 
recommendations are made: 
1. That a plan for improvement based on the concept of the 
interpersonal relations model listed in the Appendix be 
developed for implementation at John Wesley Dobbs 
Elementary School during the 1980-81 school year. The 
concept included in this model is based upon the causal, 
intervening and end result variables indicated in the 
conclusions of this study. Implementation of an 
improvement plan according to the concepts included in 
the models would provide a basis for achieving desired 
results as indicated by Likert. 
2. Further study be made using a similar approach 
including additional efforts to match the responses of 
the experimental and control group. 
3. Further study be made at the middle and high school 
level to determine if the results of this study are 
applicable. 
4. That further study be made in schools that are located 
in a higher socio-economic area. 
5. That the Atlanta Public School System would include on 
a yearly basis, sensitivity training sessions for adminis¬ 
trators to assist in improving interpersonal skills from 




DOBBS ELEMENTARY SCHOOL 
INSTRUCTIONAL MODEL 
Instructional Pattern of Pupils Class 
Staff Organization Involved Schedule 
1 Teacher Self 40 
1 Aide Contained Kindergarten 
4 Teachers Self 150 
1 Aide Contained Primary 
5 Teachers Self 100 
Contained Intermediate 
4 Teachers Self 120 
Contained Upper 




Title I Pull-Out 170 45 Minute 
Math 
2 Teachers 
Model K-7 Modules 
Choral Pull-Out 410 30-Minute 
Music Model K-7 Modules 
Instrumental Pull-Out Selected 2 Hours 
Music Students Weekly 
String Pull-Out Selected 2 Hours 
Music Model Students Weekly 
Speech Pull-Out Selected 2 Hours 
Model Students Weekly 
Special Pull-Out 10 Students 1\ Hours 
Education Model Daily 
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EAST LAKE ELEMENTARY SCHOOL 
INSTRUCTIONAL MODEL 
Instructional Pattern of Pupils Class 
Staff Organization Involved Schedule 
6 Teachers Ungraded 166 60 Minutes 
3 Aides K-3 
Primary 












Media Pull-Out 415 30 Minutes 
Specialist Model K-7 
Choral Pull-Out Selected 30 Minutes 
Music Model Students 
Instrumental Pull-Out Selected 2 Hours 
Music Model Students Weekly 
Learning Pull-Out Selected 2 Hours 
Disabilities Model Students Weekly 
Speech Pull-Out Selected 2 Hours 
Model Students Weekly 
Special Education Pull-Out Selected 2 Hours 
Model Students Weekly 
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Improving and maintaining good interpersonal relationships requires 
that many things be done, (i.e., keeping the work and/or discussion 
focused, providing facts, proposing solutions, etc.) To do this, there 
are roles staff members must assume in order to assist in solving the problem 
or to complete the work. 
The following illustrations are conceptual models that will be used during 
1980-81 for the continued improvement of interpersonal relationships at 
Dobbs Elementary School for maintenance purposes. 
INTERPERSONAL RELATIONS MODEL 
John Wesley Dobbs Elementary School 1980-81 
Model 

























Productive by producers 
Group Building and Maintenance Roles 
DIAGNOSIS 








Communication- Decision Making -Problem Solving 
INITIATING SEEKING 
ACTIVITY INFORMATION 





COORDINATING SUMMARIZING EVALUATING DIAGNOSING 
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PROCESS EVALUATION 
Workshop objective:  
Directions: Please respond appropriately to each item below. 
1. Was the workshop objective clearly communicated to the group? 
Yes  No  Explain     
2. Do you feel preparation and organization for the workshop was 
adequate? 
Yes  No  Explain  
3. Was there evidence of teamwork during the workshop? 
Yes  No  Explain  
4. How involved did you feel in the workshop session? 
Not at all Very much 
1 2 3 4 5 
5. The materials provided to help accomplish the objective during this 
session were 
Too few irrelevant sufficient 
Too many Not of any use 
6. Other resources 
session were 
provided to help accomplish the objective during this 
Too few irrelevant sufficient 
Helpful Too many Not of any use 
7. How worthwhile was today's session? 
Not helpful Somewhat helpful Very helpful 
1 2 3 4 5 
8. Was the workshop objective met? Yes No 
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INTERPERSONAL COMMUNICATION EXERCISES 
In doing these exercises you will learn: 
(1) How to tell what a person feels when he is talking to you. 
(2) How to make the best response back to the person after hearing what 
he has said. These two points are very important if you want to 
"get next to the other person, find out where he's coming from," 
develop a sense of confidence and demonstrate caring. 
First Experience 
Purpose: To become aware of some of the possible ways we "block out" or 
"put down" other people when they are attempting to express a 
feeling. 
Roadblocks to Communication 
Suppose you were talking with a friend or client and he said, "I'm sick and 
tired of being hassled." How would you respond? 
Some typical responses might be: 
1. Threatening: Feeling like that will get you in trouble. 
2. Lecturing : You should be glad it's not worse. 
3. Moralizing: You ought to be trying harder. 
4. Blaming: Maybe you're just getting what you deserve. 
5. Advising: If I were you, I'd do something about it. 
6. Sympathy: It's too bad you're always getting picked on. 
7. Questioning: Who's hassling you? 
8. Kidding: You don't look like you're being hassled to me. 
9. Sarcasm: Why would anyone want to hassle a nice guy like you? 
10. Praising : They're just hassling you because they're jealous. 
11. Name-calling: Take it like a man. 
12. Ordering or Commanding: Don't give me any of that garbage! 
13. Criticizing: Feeling like that isn't going to get you anywhere. 
14. Analyzing: You just have an inferiority complex. 
15. Diverting : Have a drink and forget about it. 
16. Rejecting: I can't do anything about it. 
17. Counterattack: Well, how many people have you hassled? 
18. Placating: Well, everybody gets hassled at sometime in their life. 
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19. Over-identifying : I know what you mean, I get hassled all the time 
too. 
Second Experience 
After hearing these responses, many of them may seem quite familiar to 
you. In fact, these kinds of responses occur commonly in everyday 
interaction with our friends and in other personal relationships. 
However, in most cases, friends and loved ones often allow us much 
latitude in the communication process. Consider though, how those same 
responses might block the development of a close, warm, genuine, helping 
relationship. They may in fact communicate to the other person that he 
and his feelings are unimportant to you. This loss of self-worth could 
at best result in tension and anxiety and at worse total alienation 
(which, if you are neither listening nor responding toward the person, 
could be a healthy decision on the other person's part). 
As a person shares, through verbal communication, important information 
and feelings about himself, we might consider these things: 
Stimulus : "I'm really lonely. There just doesn't seem to be anyone I 
can turn to. " 
(A) What are the global feelings being expressed? Example: Loneliness 
(B) What are possible indicated feelings? 
Example: Uncared for, unappreciated, shut out 
(C) What are ways we can respond which tell the person his feelings are 
important? 
Example: "You seem really down--like you're all by yourself." 
Ineffective listening, we listen for the words and voice tone which 
indicate or define feeling levels; in reflective responding, we share 
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responses which, by way of voice tone and feeling words similar to those 
of his own, let the other person know his feelings have been heard and 
are respected by the listener. 
Example: "You're feeling by yourself--like you just can't count 
on anyone." 
In partnership or in small groups, take turns reading the different 
expressions. As you hear the phrase being read, listen for the 
expressed feelings and in the space provided under each pharase, write 
the most obvious feelings. Try to listen for (1) global feelings and 
(2) possible indicated feelings. One of the traps a listener may fall 
into is that of analyzing or hypothesizing, i.e., attempting to read 
into a stimulus information that is does not contain or assuming 
information about a person which has not been given. 
Example: "You just really don't get along with people, do you?" 
a. "When we have meetings I never get to talk." 
The most obvious feelings:  
b. "Why do we have to do everything people say?" 
The most obvious feelings:  
c. "There is too much "Mickey Mouse" in this organization 
"The most obvious feelings:  
d. "I hate you!" 
The most obvious feelings:  
e. "Other people are always running me down." 
The most obvious feelings:  
f. "I hate this topic. It stinks." 
The most obvious feelings:  
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g. "With all this talk about drugs today, I feel like I don't even 
know my friends (children)." 
The most obvious feelings:  
h. "Being in love--there's nothing like it." 
The most obvious feelings:  
i. "It's not what you know, it's who you know." 
The most obvious feelings  
j. "My co-workers get away with everything but I can't. I can't 
stand her." 
The most obvious feelings:    
k. "Why can't I do it. He did." 
The most obvious feelings:  
l. "I feel like I'm falling apart." 
The most obvious feelings:  
Third Experience 
Relevant Responding: Feeling 
Look at the following four expressions to become familiar with relevant 
responding to feelings. 
Write out a sentence you might say back in response to the remaining 
phrases. Use a basic outline in your response, beginning the sentence 
with "You feel" and ending with the obvious feeling, followed by a 
period. 
A. "When we have meetings I never get to talk. 





Look at the following example to become familiar with discriminating 
content. Then write in the meaning following each phrase. 
In discriminating content, it is necessary to listen attentively and 
repeat the meaning of what the person has said in your own words. 
Example: "I'm really lonely, there just doesn't seem to be 
anyone I can turn to." 
Obvious Meaning: This person can't find anyone to talk to. 
A. "When we have meetings I never get to talk." 
Obvious Meaning:  
B. "Why do we have to do everything people say?" 
Obvious Meaning:  
C. "There is too much "mickey mouse" in this organization." 
Obvious Meaning:  
D. "I hate you!" 
Obvious Meaning:  
E. "Other people are always running me down." 
Obvious Meaning:  
F. "I hate this topic. It stinks." 
Obvious Meaning:  
G. "With all this talk about drugs today, I feel like I don't even 
know my friends (children)." 
Obvious Meaning:  
H. "Being in love--there's nothing like it." 
Obvious Meaning:  
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B. "Why do we have to do everything people say?" 
Relevant Response: "You feel irritated with people who are always 
telling you what to do. 
C. "There is too much "Mickey Mouse" in this organization." 
Relevant Response: "You feel insignificant in your work. 
D. "I hate you! " 
Relevant response: You're angry with me. 
E. "Other people are always running me down." 
F. "I hate this topic. It stinks." 
G. "With all this talk about drugs today, I feel like I don't even 
know my friends (children). 
H. "Being in love--there's nothing like it." 
I. "It's not what you know, it's who you know." 
J. "My co-worker gets away with everything but I can't. I can't stand 
her. " 
K. "Why can't I do it. He did." 
L. "I feel like I'm falling apart." 
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I. "It's not what you know, it's who you know." 
Obvious Meaning:  
J. "My co-worker gets away with everything but I can't. I can't stand 
her. " 
Obvious Meaning :  
K. "Whay can't I do it. He did." 
Obvious Meaning :    
L. "I feel like I'm falling apart." 
Obvious Meaning:  
Fifth Experience 
Relevant Responding: Feeling and Meaning (Content) 
In making relevant responses one should include references to feeling, 
with the meaning attached to the feeling, and allow the person ownership 
for their feeling, responding with a statement. In order to assist in 
this process, responses are to be written: 
1. "You" 
2. feeling word 
3. meaning 
4. end with a period 
Example: "You feel because " 
After the following phrases, write in a relevant response including the 
feeling and the meaning. 
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A. "When we have meetings, I never get to talk." 
Example: "You feel frustrated because you never get to express 
your ideas at meetings." 
B. "Why do we have to do everything people say?" 
C. "There is too much "Mickey Mouse" in this organization." 
D. "I hate you!" 
E. "Other people are always running me down." 
F. "I hate this topic. It stinks." 
G. "With all this talk about drugs today, I feel like I don't even 
know my friends (children). 
H. "Being in love--there's nothing like it." 
I. "It's not what you know, it's who you know." 
J. "My co-worker gets away with everything but I can't. I can't stand 
her. " 
K. "Why can't I do it. He did." 
L. "I feel like I'm falling apart." 
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Sixth Experience 
Your responses can be assessed and rated in terms of their helpful 
impact upon others who you wish to get closer to or develop a 
relationship with. Generally, the exercises were designed to teach you 
to empathize (see things as others experience them) with others. The 
following five point scale may be used to make ratings. 
Scale to Measure Accurate Empathy 
5 - Completely tuned in to feelings. 
4 - Additive (gets at unexpressed feelings) 
3 - Essentially interchangeable (feelings) 
2 - Subtractive (Jenies feelings or takes away from the person's 
feelings 
1 - Irrelevant or very harmful response 
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SELF-ANALYSIS CHECKLIST 
The purpose of this self-analysis checklist is to enable you to diagnose 
with reasonable accuracy your own strengths and weaknesses in group work. 
DIRECTIONS 
Please read each item carefully and then check the response that you feel 










I fill I would 
least like to 
well practice 
Task roles 
Initiating activity . . . 
Seeking information . . . 
Seeking opinions . . . . 
Giving information . . . 




Testing Feasibility . . . 
Group-maintenance roles 
Encouraging  
Gate keeping  
Standard setting . . . . 
Following  
Expressing group feeling 
Relieving tension . . . . 




Testing for consensus . . 
Mediating  
Non-functional behaviors 




Seeking sympathy . . . . 
Special pleading . . . . 
Horsing around  
Seeking recognition . . . 
Withdrawing  
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TEACHER OPINION INVENTORY 
The purpose of this inventory is to determine the quantity and quality 
of human relationships at Dobbs Elementary School. Please be as accurate 
as possible with your responses so that they may be used to stimulate a 
better quality of staff relationships through staff development activities. 
DIRECTIONS 
Please read carefully each statement and check your response. 
Agree Disagree 
1. I think my work load is about right for me.     
2. The condition of the building and grounds here 
makes this a pleasant place to work. 
3. In general, I'm satisfied with the textbooks in 
our classes. 
4. New curriculum materials tend to "sit on the 
shelf" instead of being used in the classroom. 
5. Most of my fellow workers are quite friendly. 
6. y principal has usually been as fair as possible 
in his dealings with me. 
7. My principal seldom gives us credit and priase for 
work well done. 
8. My principal does his best to get us the professional 
help we need.    
9. We have far too many classroom interruptions. 
10. The principal keeps us informed about school 
plans and developments. 
11. The principal does a poor job of handling complaints 
and suggestions.   
12. The parents in the community are generally glad to 
give time and energy in order to help the school 
program. 
13. I am often bothered by unexpected extra assign¬ 
ments . 
14. I believe the present grievance or adjustment 
procedure gives a person a fair opportunity. 
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15. I'm convinced that my work is really appreciated. 
16. I have little opportunity to use my own judgement 
in my work. 
17. In general, the over-all curriculum in this school 
is on the "right track." 
18. The longer you work for this school system the more 
you feel you belong. 
19. I am satisfied with the way things are run at Dobbs 
as I would be at any other school. 
20. My principal operates no different than most 
principals do in the Atlanta Public School 
System. 
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SELF-EVALUATION QUESTIONNAIRE FOR THE ADMINISTRATOR OF DOBBS ELEMENTARY SCHOOL 
The overall purpose of this evaluation is to help improve staff 
relationships at Dobbs Elementary School by taking an honest look at 
the administrator which is an essential ingredient for a successful 
school program. 
DIRECTIONS 
Please read carefully the statements below and then circle your 
responses. 
1. Do employees feel the administrator is doing an important job? yes no 
2. Do staff members feel free to make suggestions? yes no 
3. Is good work recognized and commended by the administrator? yes no 
4. Are staff assignments realistic and made in a manner that 
encourages initiative and originality? yes no 
5. Do employees feel that the administrator is interested in 
their social and recreational needs? yes no 
6. Does the administrator provide an opportunity for classroom 
teachers to discuss their grievances freely with him? yes no 
7. Do staff members feel that the administrator is trying to 
protect their interests and to improve their status? yes no 
8. Does the administrator consider the time element in scheduling 
meetings and making assignments? yes no 
9. Are mistakes pointed out in a tactful manner? yes no 
10. Are changes in policies and plans carefully explained to all 
employees? yes no 
11. Do employees feel the administrator has faith and confidence 
in their ability to do assigned jobs? yes no 
12. Do employees feel the administrator in performing his duties 
lives by the same rules they do? yes no 
13. Is there evidence of adaptability? yes no 
14. Is there evidence of staff teamwork and cooperation? yes no 
15. Do employees have an opportunity to participate in formulating 
plans and policies that affect them? yes no 
16. Are staff members given the means by which they can appraise 
the success or failure of their own activity? yes no 
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17. Does the administrator use expertness where it can be found 
within the school? 
18. Are jobs and responsibilities clearly defined so that 
individual employees know what is expected of them? 
19. Is vital information shared with the staff in reaching group 
decisions? 
20. Are employees kept informed on general matters affecting the 
school? 
21. Do staff members have enough opportunities to experience 
success with the resulting stimulating effects? 
22. Do staff members recognize and try to measure up to the 
expectations of the school system? 
23. Is there evidence of mutual respect between staff members in 
their relationships with one another? 
24. Do teachers feel free to teach? 
25. Do teachers and other employees feel reasonably secure in 
their jobs? 
26. Do teachers and other employees feel free to exercise 
initiative in the use of their creative talents? 
27. Do employees feel that it is their school system? 
28. Do employees feel the administration is fair? 
29. Do employees have confidence and faith in the leadership 
and integrity of the administrator? 













30. Do employees see the administrator devoted to duty based on 
high moral principles and deep spiritual values? yes nc 
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STAFF INTERPERSONAL RELATIONSHIPS 
The purpose of this questionnaire is to survey the needs of the 
teaching staff for improving staff interpersonal relationships. Your 
responses under each sub-heading will be used to establish a scenario 
which will guide our inservice activities. 
DIRECTIONS 
Please read each statement carefully and then circle your response. 
Each item has a four point response scale as follows: 
1 - Strongly Agree 
2 - Agree 
3 - Disagree 
4 - Strongly Disagree 
QUESTIONNAIRE 
TRUST 
1. The administrator shows or places confidence in his subordinates. 1234 
2. Intergroup relations are informal with a high trust level. 1234 
3. There is a good feeling within and among staff members when it 
comes to peer loyalty and good staff interpersonal relationships. 1234 
4. Personal and emotional feelings can be revealed openly. 1234 
5. There are cooperative attitudes throughout the school with mutual 
trust and confidence. 1234 
CONFLICT 
6. Expectations of teachers are to high at Dobbs Elementary School. 1234 
7. Some staff members are treated unfairly. 1234 
8. Some staff members are treated with favoritism. 123 
9. Conflicts are approached with an eye toward improving interpersonal 
understanding by the administrator. 123^ 
10. Conflict is managed as a potential source of creative problem 
solving at Dobbs. 123^ 
INVOLVEMENT 
11. The administrator shows concern in the fact that individuals 
should have a share in making decisions that affect them. 123^ 
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12. I show a willingness to participate in the decision making 
proces . 123 
13. Contributions to the school organization are given freely and 
openly by me without any internal or external intimidations. 123 
14. People by nature are not passive or resistant to school needs. 
They have become so because of experiences in the school. 123 
15. The in-school administrative system prohibits individual 
creativity. 123 
RECOGNITION 
16. As a staff member my individual, personal concerns are given 
due consideration by the administrator. 123 
17. As a member of the school team, I am given an opportunity to 
feed information to the administrator when I have concerns. 123 
18. There is strong administrative support for ideas of staff 
memb . 123 
19. Opportunities are provided for all teachers to experience 
feelings of acceptance. 123 
20. Efforts are directed at the cultivation and improvement of high 
staff morale by the administrator. 123 
ORGANIZATION 
21. Sharing sessions or staff bulletins are a matter of our routine. 123 
22. Operational job descriptions for all personnel in the school are 
in ffect. 123 
23. Uniformity of behavior is viewed as a powerful means to move 
staff members toward goals with a minimum amount of confusion 
and confl c . 123 
24. Tasks ask of teachers are clearly defined by the administrator. 123 
25. Rigid control is exercised by the administrator when it comes to 
program implementation and operation. 123 
PROFILE OF A SCHOOL 
(Form for Teachers) 
Part I 
Instructions : 
1. On the lines below each item, please place an n at the point which, in your experience, 
describes your school at the present time (n = now). Treat each horizontal line as a 
continuum from the extreme at one end to the extreme at the other, i. e., do not 
think of the vertical lines as barriers. 
2. In addition, if you have been teaching in your present school one or more years, 
please also place a £ on each line at the point which, in your experience, describes 
your school as it was one or two years ago £p = previously). 
3. If you were not in your present school one or more years ago, please check here  
and answer as of the present time, i. e., answer with an n only. 
4. Since each teacher and student differs one from the other, answer the questions as 
describing the average situation or reaction. 
Prepared by Jane Gibson Likert and Rensis Likert. Adapted from The Human Organization: 
It's Managementand Value by Rensis Likert. Copyright (c) 1967 by McGraw-Hill, Inc. By 
permission of McGraw-Hill Book Company, Inc. No further reproduction of distribution 
authorized without permission of McGraw-Hill. 
System 1 System 2 System 3 System 4 Item 
No. 
How often is your behavior 
seen by your students as 
friendly and supportive 
Rarely Sometimes Often Almost always 
1 
How often do you seek to 
be friendly and supportive 
to your students? 
Rarely Sometimes Often Almost always 
2 
How much confidence and 











How much confidence and 
trust do your students 










How much do your students 
feel that you are interested 
in their success as students? 







System 1 System 2 System 3 System 4 Item 
No. 
How free do your students Not free Slightly free Quite free Very free 
feel to talk to you about: 
a. academic matters such 
as course content, 
instructional plans 
teaching methods, their 
work, etc.   6 
b. non-academic school 
matters, such as 
student behavior, 
emotional problems 
of students, disci¬ 
pline, student 
activities, etc.? 7 
How 
you 
ofen do you seek and use 
students ideas about: 
Rarely Sometimes Often Very frequently 
a. Academic matters? 8 
b. non-academic school 
matters? 9 
How much do your students 
feel that you are really 
trying to help them with 
their problems? 
How much say do you think 
students should have about: 
a. academic matters? 
b. non-academic school 
matters? 
To what extent are 
students involved in 
major decisions 
affecting them? 
What is the general 
attitude of students 
toward your school 
System 1 System 2 System 3 System 4 Item 
No. 












Not at all Never involved Usually con- 
in decisions suited, but 
affecting them;ordinarily 
occasionally not involved 






Dislike it Sometimes dis¬ 





times like it 
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System 1 System 2 System 3 System 4 Item 
No. 
How accurate is information 










How do students view 
communications from: 
a. You? 
Communications Some accepted, 
viewed with some viewed 











b. The principal 17 
How well do you know the 
problems faced by your 
students in their school 
work? 
Not well Somewhat Quite well Very well 
18 
What is the character and 






























System 1 System 2 System 3 System 4 Item 
No. 
In your classes, is it 
"every man for himself" 
or do students work 
















How much influence do 
students have in deci¬ 
sions concerning the 










How much influence do you 
think students should 
have in decisions concern¬ 










To what extent does having 
influence on decisions 
concerning the subjects to 
be studied make students 










What does the class decision¬ 
making process contribute to 
the desire of students to do a 
good job? 











System 1 System 2 System 3 System 4 Item 
No. 
How often do you see your 
principal's behavior as 
friendly and supportive? 
















How much confidence and 











How free do you feel to talk 
to your principal about: 
a. academic matters? 
Not free Slightly free Quite free Very free 
28 
b. non-academic school 
matters? 29 
How often do you try to be 
friendly and supportive to: 
Rarely Sometimes Often Almost always 
a. your principal? 30 
b. other teachers 31 
System 1 System 2 System 3 System 4 Item 
No. 
How often are your ideas 
sought and used by the 
principal about: 
Rarely Sometimes Often Very frequently 
a. academic matters? 32 




say do you think 









a. academic matters? 34 
b. non-academic school 
matters? 35 
How often are students' 
ideas sought and used 
by the principal about: 
Rarely Sometimes Often Very frequently 
a. academic matters? 36 
b. non-academic school 
matters? 37 
How much do you feel that 
your principal is interested 
in your success? 







System 1 System 2 System 3 System 4 Item 
No. 
What is the general attitude 
of teachers toward you 
school as a place to work 
Dislike it Sometimes dis¬ 
like it, some¬ 






What is the direction of the 
flow of information about: 












b. non-academic school 
matters? 41 
How do you view communi¬ 







some viewed accepted, 



















System 1 System 2 System 3 System 4 Item 
No. 
How well does your principal 
know the problems faced by 
teachers? 
Not well Somewhat Quite well Very well 
What is the character and 
amount of interaction in 
your school between 




























What is the character and 
amount of interaction in 

























In your school, is it "every 
man for himself" or do 
principal, teachers and 
















System 1 System 2 System 3 System 4 Item 
No. 
At what level are decisions 
made about school matters, 
such as course content, 
instructional plans, 
teaching methods, student 
behavior, student activities, 
etc. ? 
All or almost 
all decisions 








Broad policy Throughout school 
by board, system: princi- 
superientendent pal, teachers, 
and staff. and students par- 
More specific ticipating in 
decisions made decisions affect¬ 
ât lower levels ing them 
48 
To what extent are you 
involved in major deci¬ 
sions related to your 
work? 
Not at all Never involved Usually con- 
in decisions suited, but 
related to my ordinarily 
work; occasion- not involved 
ally consulted in decisions 




related to my 
work 
49 
How much does your principal 
really try to help you with 
your problems? 
Very little Somewhat Quite a bit Very much 
50 
In general, how much does 
the decision making process 
contribute to the desire of 
teachers to do a good job? 










System 1 System 2 System 3 System 4 Item 
No. 
In general, how much does 
the decision-making prcess 
contribute to the desire of 
students to do a good job? 










-'Who holds high performance 
goals for your school? 










Who feels responsible for 













How much resistance is 
there to achieving high 
















*If no one expects a high level of performance, place a check mark here  and skip 
items 53, 54 and 55. 
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